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DIGITAL TRANSFORMATION OF HUMAN RESOURCE
MANAGEMENT: A CROSS-COUNTRY PERSPECTIVE

The study conducts a cross-country comparative analysis of digital
HRM practices in the Republic of Korea, Japan, and Singapore to
formulate practical recommendations for the Kazakhstani civil service.
It explores the impact of artificial intelligence, automation, big data
analytics, and digital platforms on optimizing HR processes, improving
administrative efficiency, and enhancing workforce management. Applying
a benchmarking methodology, the research systematically examines best
practices in personnel management, recruitment, performance assessment,
and professional development across digitally advanced nations.

Despite challenges such as data accessibility limitations and
institutional variations, the study offers actionable recommendations
for Kazakhstan’s public sector, including Al-assisted recruitment,
digital HR training platforms, and international knowledge exchange
initiatives. The research concludes that integrating global best practices
in HR digitalization can significantly improve Kazakhstan'’s civil service
operations, strengthening its efficiency, transparency, and adaptability
to contemporary governance demands. For digital transformation, it is
proposed to use advanced technologies of artificial intelligence, big data
analysis, data-based decision-making, as well as improving the digital
literacy of civil servants and citizens.

Keywords: human resource management, ecosystem, centralized
services, digitalization, civil service, comparative analysis.
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Introduction

The functions of human resource management (HRM) have undergone
a continuous evolution, reflecting their inherently dynamic nature. The
modernization of HRM has been significantly shaped by technological
advancements, particularly the integration of digitization into traditionally
labor-intensive HR processes. As automation and artificial intelligence (Al)
increasingly assume roles previously managed by HR professionals, the need for
adaptable and strategically driven HR functions remains critical to effectively
address contemporary workforce management challenges. The global expansion
of the labor market and the growing importance of business analytics as a strategic
organizational capability have further transformed HRM practices.

This study aims to conduct a cross-country analysis of personnel
management system development and its digitalization, with the objective
of formulating practice-oriented recommendations for the Kazakhstani civil
service. The widespread availability and adoption of emerging technologies have
catalyzed profound changes in HRM theories and organizational practices. The
literature on HRM has been extensively influenced by technological innovations,
underscoring the significance of digital transformation in shaping modern HR
strategies.

Historically, the assessment of value in HRM was predominantly determined
by the tangible benefits associated with products and services. However,
contemporary approaches to value determination have become more intricate,
emphasizing customer experience as a pivotal factor. Beyond the mere acquisition
of a product or service, the overall convenience and appeal of the purchasing
process have gained prominence. Ecosystems are now positioned to offer
consumers novel customer experience paradigms, with potential advantages
and challenges for individuals and society at large.

The development of competency frameworks is essential for the effective
management of human resources, as highlighted in previous research (Midhat Ali
etal.,2021) [1, p. 1]. Furthermore, systematic literature reviews have contributed
to the theoretical advancement of HRM in the context of digitalization,
delineating critical areas for future exploration (da Silva et al., 2022; Garg et
al., 2022; Ammirato et al., 2023) [2, p. 109]; [3, p. 2]. Within HRM, machine
learning applications have demonstrated notable efficacy in recruitment and
performance management, with decision trees and text-mining algorithms being
widely utilized for classification tasks (Garg et al., 2022) [4, p. 1595].

Given the pivotal role of the workforce in the success of digital
transformation, it is imperative to comprehend how digital technologies
facilitate fundamental changes in HRM practices (da Silva et al., 2022) [2, p.
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111]. AL in particular, possesses transformative potential in HRM, enhancing
efficiency, accuracy, and data-driven decision-making. Al-driven advancements
in recruitment, talent management, learning and development, performance
evaluation, and workplace safety have been identified as key areas of impact.
The integration of Al into HRM is expected to improve organizational efficiency
and effectiveness (Murugesan et al., 2023) [5, p. 3]. Additionally, research
has elucidated the extent of Al applications in HRM functions, leading to the
development of conceptual models that illustrate AI’s role in HR decision-making
processes (Qamar et al., 2021) [6, p. 1345].

From a strategic HRM perspective, identifying and addressing research
gaps in HR Information Systems (HRIS) is crucial for directing future
research agendas (Votto et al., 2021) [7, p. 3]. A comprehensive review of
Big Data implications for HRM has revealed that this paradigm shift offers
new methodologies for employee data management, presenting significant
opportunities alongside technological, methodological, and ethical challenges
(Garcia-Arroyo and Osca, 2019) [8, p. 4351].

The systematic examination of HRM technology research has been
instrumental in identifying empirical themes and developing conceptual
frameworks that highlight the antecedents and outcomes of disruptive technologies
in HRM. Studies have empirically validated the determinants of electronic
HRM (E-HRM) adoption, demonstrating the positive outcomes associated with
communication technology support in HRM functions (Priyashantha, 2023)
[9, p- 24]. Additionally, critical factors influencing the adoption of HR analytics,
including technological, organizational, environmental, data governance, and
individual considerations, have been identified (Shet, 2021) [10, p. 312].

Lastly, literature-based systematization efforts have contributed to an
expanded understanding of key concepts and research trajectories in HR
analytics. These efforts have delineated multiple avenues for advancing HR
analytics as a field, reinforcing its relevance in contemporary HRM discourse
(Margherita, 2022) [11, p. 2].

Materials and methods

Aligned with the study’s objectives, the central research question is
formulated as follows: What advanced digital solutions are most suitable for
the Kazakhstani civil service?

To address this inquiry, a cross-country comparative analysis has been
employed, focusing on identifying and evaluating best practices in digital HRM
implementation. The study examines the experiences of the Republic of Korea,
Japan, and Singapore — nations recognized for their leadership in information and
communication technology (ICT) development and civil service excellence. The
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benchmarking methodology underpins this analysis, allowing for the systematic
identification of best practices across different national contexts.

Despite inherent challenges in cross-country comparative analysis, such
as data availability constraints, cultural variations, and selection bias, the study
aims to generate valuable insights into the digitalization of HRM. The research
framework is structured into several key phases: defining the research objective,
selecting countries for comparison, conducting data collection, choosing an
appropriate methodological approach, establishing a comparison framework,
performing analysis and interpretation, and formulating conclusions and
recommendations.

The subsequent section presents a comparative analysis of three Asian
nations: Republic of Korea, Singapore, and Japan, against Kazakhstan’s current
context. Each case study is examined through a structured lens, considering the
following dimensions: (1) an overview of the country’s civil service system,
(2) the authorized government body responsible for public service management,
(3) a brief characterization of the public service framework, and (4) key
achievements in the digitalization of public administration.

This analytical approach enables a comprehensive evaluation of digital HRM
advancements, offering a basis for deriving practice-oriented recommendations
for the Kazakhstani civil service.

Results and discussion

Following the research question above this section examines the experience
of key advanced countries in the field of digitization and public sector
development. They are: Republic of Korea, Singapore, Japan, and Kazakhstan.
The countries take first places in terms of innovativeness of civil service, digital
transformation and personnel management initiatives.

CASE 1: Personnel Management System in South Korea

Description: centralized management system.

Authorized body: The Ministry of Personnel Management regulates
personnel issues.

Brief description of the public service system:

There are three types of government employees:

— career employees (administrative and other employees) — pass the
competitive examination for Civil servants (Gosi);

— political appointees (appointed by election or requires the approval of
the National Assembly);

— contract employees (pass the appropriate competition).

In 2005, the Ministry of Personnel Management, in the Law “On Civil
Servants”, laid the legal foundations for the active implementation of affirmative
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action policies in order to achieve genuine gender equality and create opportunities
for representatives of social minorities and disadvantaged segments of the
population, such as people with disabilities, regional and local talents, people
who have received education in the field of science, technology, engineering and
mathematics, as well as low-income individuals. Working conditions are created in
which certain persons have the opportunity to fully demonstrate their abilities [12].

Digitalization. The On-nara Business Process System manages the work
of the government, standardizes and integrates the business processes of central
and local authorities using the BRM-Business Reference Model. Specialized
e-government systems are integrated with On-Nara. The system employs
more than 362 thousand officials from 154 departments of central and regional
importance. Personnel issues and other official documents are managed through
this system.

Personnel management system: e-Saram. The system integrates and
manages data related to personnel, salaries, performance evaluation, education
and training, as well as the service of government employees, and uses IT
technologies to automate and optimize related tasks [12]. The system records
all the necessary personal and professional data about applicants, which allows
you to evaluate performance and make decisions about further promotions, up
to retirement. This system provides employees with information about training
and professional success. Based on the results achieved, the system automatically
plans actions for career growth.

Electronic recruitment system for public service: Government e-Recruitment
System. This system is designed to apply for a public position, which ensures
transparency through open access to information for all interested citizens,
and objectivity through an automated selection process at the initial stage of
application [12].

Cloud technology for storing and managing data on government employees:
GovHR Cloud. This system ensures transparency of processes by providing data
on applicants, employees and their career path.

The platform of the Korean Institute of Public Administration: KIPA
e-Learning Platform. The platform allows civil servants to receive training and
advanced training on various topics.

Shared Service Center in South Korea. The National Institute for Human
Resource Development is focused on the provision of educational services,
training and development of civil servants. The Ministry of Personnel
Management is the main organization that develops and implements human
resource management policy and centralizes HR functions for other government
agencies [12].
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CASE 2: Personnel Management System in Singapore

Description: advanced.

Authorized body: the Public Service Division under the Office of the Prime
Minister, which oversees human resources policy and strategy. The Public Service
Commission deals with appointments, promotions and disciplinary issues for
senior positions.

Brief description of the public service system: Singapore’s public service
system is widely regarded as one of the most efficient, meritocratic and visionary
in the world. It is a key element of the country’s public administration, ensuring
its rapid development and ability to adapt to global challenges [13].

Digitalization. The integration of digital technologies to improve governance,
urban life and the provision of public services. Projects such as Mylnfo
(consolidation of personal data) and SingPass (digital identification) simplify
interaction with government services.

GovTech supports the digitalization of human resources management through
tools and platforms as part of its Digital Workplace initiative. This package includes
applications such as Forums for creating forms, Postman for mass communication
and other digital tools that simplify the processes of personnel management and
administration. They are accessible through the government’s internal network
and facilitate smooth cooperation in the public sector [13].

Share Service Center to increase efficiency and introduce innovations in
their public service. One of the most striking examples is Vital, the central CSR
for the Singapore public sector. It provides back office support in areas such as
human resource management, payroll and finance. Vital pays special attention
to the standardization and rationalization of these processes, allowing individual
institutions to focus on their core functions.

CASE 3: Personnel Management System in Japan

Description: Public service based on the principle of merit accounting.

Authorized body: The National Personnel Authority ensures fairness in the
management of personnel in all bodies of the national government.

Brief description of the public service system: the Japanese system is based on
both political neutrality and merit-based appointments. However, the system also
allows for some political influence, especially in relation to high-ranking officials.
Ministers have official authority to appoint civil servants to certain positions [14].

Digitalization. Japan is gradually introducing technologies to optimize
and modernize the administrative functions of the civil service. This includes
the integration of e-government initiatives and the use of digital platforms for
data management and operations of public services, which aims to improve the
effectiveness of recruitment, performance assessment and interagency coordination.
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Digitalization of human resource management in the civil service is part of a larger
public sector reform initiated by the creation of a Digital Agency in 2021 [14].

Shared Service Center. In Japan, the concept of shared service centers in
the public sector has not been developed, although it is widely used in private
companies. Local governments maintain decentralized structures for the
management of personnel and other administrative functions.

CASE 4: Personnel Management System in Kazakhstan

Description: a positional model with elements of a career model prevails.

Authorized body: Agency for Civil Service Affairs.

Brief description of the public service system. As of January 1, 2024, the
full-time number of civil servants was 90,583, the actual number was 83,009. Civil
service is characterized by stability and low turnover. In 2023, the share of net
turnover was 4.9 % (in 2022 — 4.7 %, in 2021 — 6.2 %, in 2020 — 5 %). In order to
strengthen the capacity of government personnel management services, including
personnel needs analysis, the Presidential Academy of Public Administration
has established the Institute for Human Resource Management, which began its
work on January 1, 2024 and will work in five areas: competence assessment, HR
analytics, talent management, information system testing and maintenance [15].

Digitalization. The permanent digitalization of personnel processes in the
public sector is inextricably linked to the digital transformation of the public
administration system. Kazakhstan’s leading positions in the E-Government
Development Index and E-Participation Index demonstrate the high level of
digital governance in the country. Along with the launch of the e-government
portal, the e-Qyzmet information system has been fully operational since 2016
(developed in 2013).

Thus, one of the key objectives of the Concept for the Development of Public
Administration until 2030 is to simplify the process of entering civil service,
reduce bureaucracy and introduce a new automated personnel selection system.
In this regard, if earlier the e-Qyzmet system covered only the internal personnel
processes of government agencies, and then in 2023-2024 automated selection
procedures for civil service have been launched. The external portal of e-Qyzmet
allows participating in the selection remotely and minimizes the human factor
due to anonymity.

Currently, selection and admission to public service in the e-Qyzmet
system have been successfully implemented in 68 government agencies, and
implementation in the remaining 26 government agencies will be completed this
year. Since January 1 of this year, work has been underway to connect about
2,400 subordinate organizations of 37 government agencies, which employ more
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than 500,000 people. In the future, it is planned to use the capabilities of artificial
intelligence based on KazLLLM at the selection stages [15].

The impact of Covid-19 and the events in January, 2022, when government
employees were forced to switch to remote work, there were key factors in the
significant shift in the digitalization of personnel management. In addition, an
important factor is the political agenda, the global context, as well as the tasks
set out in the country’s strategic documents.

Thus, the agenda for further development within the framework of the
Concept for the Development of the Civil service of the Republic of Kazakhstan
for 20242029 and the Concept for the development of artificial intelligence for
2024-2029 is the further digitalization of HR processes. Studying global trends and
within the framework of the transition to the digital format of personnel selection,
the logical step is the introduction of artificial intelligence, the creation of a digital
profile of a civil servant, as well as the automation of mentoring, training and
other personnel procedures.

Shared Service Center. In 2018, the Agency for Civil Service Affairs
established a Common service Center for personnel records management, which
increased the labor productivity of one personnel officer by 14 times. So, instead
of 30 people, he served more than 400. Personnel operations were supposed to be
conducted exclusively in electronic form through the e-Qyzmet system. Also, as the
next stage, measures were taken to centralize the field of public procurement and
the Agency’s legal service. In the future, it was planned to completely centralize
the functions of the financial departments of government agencies. However, due
to the change of political leadership, as well as the lack of adequate support from
government agencies, this project was completed without further development.

Thus, the creation of a unified ecosystem of the civil service will ensure the
effectiveness and transparency of personnel management.

Summarization of country comparative analysis is provided in the table 1
and recommendations below.

Table 1 — Comparative analysis of leading foreign practices in the field of human
resource management in the civil service

Country

South Korea

Singapore

Japan

Kazakhstan

Basic principles

Development of
digital technolo-
gies, result ori-
entation

Accountabil-
ity, high qual-
ity of service,
flexibility and
adaptability

Merit account-
ing, but politi-
cal influence
remains

Merit based,
citizen-centric,
positional
model
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Ccesses

cial intelligence

Tools Automated as- | Advanced digi- | Technologies | e-Qyzmet is
sessment and | tal solutions in | are being intro- | the first infor-
planning systems | the field of per- | duced gradu- | mational and

sonnel manage- | ally, and the au- | analytical tool

ment tonomy of local | introduced in
authorities is | the Eurasian
maintained space

Technologies | Forecasting us- | Big data analy- | Digital process | Digital HR
ing Al, automa- | sis, predictive | automation so- | processes,
tion of HR pro- | analytics, artifi- | lutions onboarding,

talent manage-
ment

service systems

Training and | Programs using | A personalized | Continuous ca- | Competency

development big data to assess | approach pacity building | based
skills

Employee en- | Motivation sys-  Employee | A hierarchical | Monetary and

gagement tems through | engagement | approach non-monetary
achievements through consid- incentives

eration of their
needs

Inclusivity Consideration of | Efforts to en- | Strictly regu- | Flexible sched-
cultural and pro- | sure that public | lated working | ule and remote
fessional charac- | service reflects | conditions and | work format
teristics the diversity | work regula-

of Singapore’s | tions
multicultural
society.

SSC Centralized ser- | Centralized ser- | The SSC has | Pilot testing.
vices for pro- | vice for HR and | not been devel- | The practice of
cessing person- | other processes | oped implementing
nel operations a SSC has not

been continued

Results Increased pro- | It is given as | Digitalization | Starting this
ductivity, re- | an example as | of the sphere of | year, a trend
duced staff turn- | one of the suc- | interaction with | has been set to-
over cessful public | citizens wards modern-

izing the civil
service through
digitalization
and Al

Table 1 was compiled by the authors on the basis of the official websites of the author-
ized bodies [12; 13; 14; 15]
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Recommendations based on the results of the comparative analysis:

— integration of HR services. To create one unified digital system for
personnel management: selection and recruitment, training, performance
assessment, motivation and retention, career growth (South Korea);

— automation of processes through the use of Al for the recruitment process
and career planning (South Korea);

— development of training platforms for civil servants and integration of
the results with the main system (South Korea);

— development of experience exchange programs for civil servants of
Kazakhstan in Korea;

— meeting the growing expectations of the public for greater transparency,
inclusivity and high quality of service (Singapore);

— strengthening cybersecurity measures as digital transformation accelerates
(Singapore);

— advanced technological modernization (Japan).

Financing information

This research is funded by the Ministry of Science and Higher Education
of the Republic of Kazakhstan (IRN BR24993258).

Conclusion

The modernization and digital transformation of HRM in the public sector
constitute a fundamental dimension of administrative reform, particularly within
the context of Kazakhstan’s civil service. This study has conducted a rigorous
cross-country comparative analysis, systematically examining the best practices
of digitally advanced nations, namely, the Republic of Korea, Japan, and
Singapore. By leveraging a benchmarking approach, the research has identified
critical strategies and technological interventions that hold potential applicability
for optimizing Kazakhstan’s public administration.

The empirical findings underscore that the integration of advanced digital
solutions within HRM frameworks substantially enhances administrative
efficiency, institutional transparency, and the overall quality of public service
delivery. The study highlights the pivotal role of artificial intelligence, big data
analytics, and automation in streamlining HR processes, optimizing workforce
management, and facilitating data-driven decision-making. Despite inherent
challenges, including limitations in data availability, cross-cultural divergences,
and institutional constraints, the comparative analysis yields valuable insights
into the prerequisites and enablers of effective digital HRM implementation.

Drawing on the research outcomes, several policy interventions are
proposed to enhance the effectiveness of HRM within Kazakhstan’s civil service.
These recommendations include the adoption of Al-driven HR analytics to
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support evidence-based decision-making, the development and deployment of
centralized digital HR platforms to facilitate seamless personnel management,
and the advancement of digital literacy initiatives for public servants to foster
technological competence. Furthermore, establishing a robust governance and
regulatory framework is imperative to ensure data security, ethical compliance,
and the responsible deployment of digital HRM solutions.

In conclusion, the strategic adaptation of international best practices to
Kazakhstan’s administrative ecosystem has the potential to drive significant
improvements in public sector HRM. By embracing digital transformation
and aligning with globally recognized HRM standards, the Kazakhstani civil
service can achieve higher levels of operational efficiency, transparency,
and responsiveness, thereby reinforcing its capacity to meet contemporary
governance challenges.
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O. K. Omiposa!, *4. A. A6oanbexos’

12KazakcTtan PecriyOnukacs! IIpesuaeHTIHIH KaHBIHIAFBl MEMIICKETTIK
Oackapy Axagemusicel, Kazakcran PecrryOnmkacer, AcTaHa K.

06.02.25 . bacmara TYCTI.

16.04.25 x. Ty3eTynepiMeH TYCTi.

02.05.25 . 6aceIn mWbIFapyFa KaObBUTIaH/IEL.

AJIAM PECYPCTAPBIH BACKAPY IBIH U ®PJBIK
TPAHC®OPMAIMSICHI: EJJAPAJBIK NEPCOIEKTHBA

3epmmeyoe Kazaxcmanovlk memiekemmix Kbl3mMemKe apHaieau
NPAKMUKAIbLIK YCIHBIMOAPObl MYxculpuimoay maxcamuvinoa Kopes
Pecnybauxacovinoa, Kanonusaoa swcone Cuneanypoa nepconanowvl
yugpvix 6ackapy npakmukaiapelia eaapansly CanblCmovlpMAaIbl maioay
acypeizinedi. On sicacanovl uHmMmeniekm, agmomMammanoblpy, YaKeH
Oepexmepoi manoday HcaHe Yuppivlk nIam@opmaiapobiy nepcoHaLdbl
backapy npoyecmepin OHMAUIAHOBIPYA, IKIMWLINIK MUIMOILIKMI
apmmulpy2a JcoHe nepcoHanobl backapyovl HaKcapmyea acepin
sepmmetioi. Canvlcmvlpmansl manday d0iCHaMACbIH NAUOALAHA OMbIPLIN,
3epmmey YUPDPIbIK IKOHOMUKACHl 0AMbI2AH eldepoe NnepCcoHaIObl
backapy, kaoprapovl ipikmey, muimMOinikmi 6aeanay xaue Kaciou oamy
canacvlHoagvl y30ik maicipubenepoi xcyieni mypoe manioatiovl.

Hepexmepee Kon scemxizyoi uwekmey dcone UHCMUMYYUOHAIObIK,
aAubIPMAWBLILIKMAD CUAKMbL NPOOIEMANAPRA KAPAMACAH, 3epmmeyoe
JHCACAHObl UHMENLEKM APKbLIbI NepCOHANObl ipikmeyoi, nepcoHandvl
OKbIMYObIH YUDPIbIK NAAMPOPMANAPBIH HCIHE OLNIM AIMACY HCOHIHOE2]
xanvlkapanvlx 6acmamanaposl Koca aneanoa, Kazaxcmannoly
MeMIeKemmiK ceKmopbl YuiH npaKmuKanislk YColHbIMOAp YCblHbIAIAObL.
3epmmeyde nepconandvl 6acKapyobl Yu@GpPiaHOvbIpy CaiacbiHOAbl
Y30iK anemOik maoscipubenepoi unmeepayuaray Kasaxcmanmnoly
MeMAeKemmIK Kbl3MemIiHIY HCYMbICOIH OHbIH MUIMOINIZIH, AUIbIKMbIEbIH
JHCaHe Kaszipel 3amanebl backapy maianmapulia oetlimoenyin apmmaolpa
OMBIPLIN, AUMAPALIKMAL dHcaKcapma anadsl 0e2eH KOPblMmblHObI2A
kenedi. Lugprvix mpancghopmayus yulin sHcacanovl UHmMen 1eKmminy
03blK MeXHON02UANAPLIH NAUOALAHY, YAKeH OdepeKkmepoi manoay,
Oepekmepee Heziz0eneet weuimoep Kabvlioay, COHOAl-aK MeMaieKemmiK
Kbl3Memuiinep MeH XauiblKmuly YUQPAbIK cayammublibl2blH apmmulpy
YCbIHBLIObI.
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Kinmmi cezdep: adamu pecypcmapovl 6ackapy, s3xkoxcyiie,
OPMANBIKMAHOBIPBLIZAH Kbl3Memmep, Yu@pianovipy, MemieKemmix
Kbi3Mem, CanblCmulpmMaibl maioay.

A. K. Amuposal, *4. A. A6oanbekos’

12 AkazieMust TOCYAapCTBEHHOTO yrpaBnenus npu [Ipesuaente
Pecrry6nmuku Kazaxcran, Pecyonuka Kazaxcran, r. Actana.
IMoctynuno B pegakuuio 06.02.25.

IMoctynuno ¢ ucnpasiaenusmu 16.04.25.

IIpunsaro B neuats 02.05.25.

OUD®POBASA TPAHCOOPMALNIUA
YIPABJEHHUSA YEJIOBEYECKUMU PECYPCAMMU:
MEXCTPAHOBASA MEPCIIEKTUBA

B uccnedosanuu nposooumcs mexnccmpanosol CpasHUmenbHblil
amanuz npakmux yu@dpoeoeo ynpasienus nepconarom 6 Pecnyobnuke
Kopes, Anonuu u Cuneanype c yeavbio popmyauposanus npaKmuieckux
peKomeHOayull 05k KA3aXCMAHCKOU 20CY0apCmeeHHOU cydcovl. B nem
uccaedyemcs enusAHue UCKYCCMBEHHO20 UHMELIEKMd, A8MOMAmu3ayul,
aHanuza OOALUWUX OAHHBIX U YUPDPOBLIX NIAMPOPM HA ONMUMUIAYUIO
npoyeccos ynpasienus nepcoHanom, nogbluenue aOMUHUCMPaAmueHoU
agppexmusnocmu u cogepuieHCmeosanue Ynpagienus nepcoHaiom.
Hcnoawv3ys memooonocuro cpasHumenbHo20 anaiusd, 8 ucciedosanuu
cucmemamuyecku aHAIUIUPYIOMCA Tyquiue npaKkmukuy 6 ooracmu
YNpagieHus NepcoraIom, no0oopa nepcoHand, oyeHKu 3¢ exmugnocmu
U npogheccuoHanbHo20 pa3suUmMus 6 CIMpanax ¢ pazeumou yugposou
9KOHOMUKOI.

Hecmompa na makue npobiemul, Kak oepanuienus 0ocmynd
K OGHHBIM U UHCMUMYYUOHANbHbIE PA3IUYUSA, 8 UCCAe08AHUU
npeonazarmces npaKmudecKue peKomMeHoayuu 0as 20Cy0apCcmeenHo2o
cexmopa Kazaxcmana, éxniouas nodbop nepcounaia ¢ noMoubio
UCKYCCMBEHHO20 UHMeNNeKmd, Yyu@poegvie niam@popmvl 06yueHus
NnepcoHana u MexdcOyHapoOHbvle UHUYUAMUBLL NO 00MEHY 3HAHUAMU.
B uccnedosanuu coenan 661600 0 mMoMm, MO UHMESPAYUS LYHUUX
MUPOBBIX NPAKMUK 8 001acmu yugpposuzayuu ynpasienus nepcoHaiom
MOJHCEM 3HAUUMENbHO YAVHUWUMb pabomy 20cy0apcmeeHHol Cayicobl
Kasaxcmana, nosvicus ee s¢ppexmusnocms, npospavnocms u
aoanmugHocms K mpebo8anuam coepemennozo ynpasienus. Jna
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yugposgoti mpaucgopmayuu npeodioA’ceHo UCHOIb308AMb Nepedosble
MEXHON02UU UCKYCCTNBEHHO20 UHMENNeKMA, AHATU3A OONbUUX OAHHBIX,
NPUHAMUS PeUeHUll, OCHOBAHHBIX HA OAHHbIX, d MAKX’CE NOGbIUIEHUE
Yupposou epamomuocmu 20cyOapCmMEeHHbIX CIYHCAUWUX U HACETCHUS.
Kuwuesvie crnoga: ynpasienue uenogeueckumu pecypcamu,
IKOCUCmeMa, YeHmMpaiu3o8anHuvle cayxovl, yupposuzayus,
2ocyoapcmeentas cayxcoa, CpasHUMenbHuI aHATU3.
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